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Introduction

Major findings within various occupational groups indicate
that role clarity is positively correlated with performance--or,
inversely, that role ambiguity is negatively correlated with level
of performance.

The areas of occupations studied include supermarket

managers (Batlis, 1980), patrol officers (Bernardin, 1979), nurses
and nurses aides (Brief and Aldag, 1976; Schuler, Aldag, and Brief,
1977), garment workers (Brown, 1980), public utility employees (Schuler
et al., 1977), engineers and scientists (Latham, Mitchell, and Dossett, 1978), insurance underwriting personnel (Posner and Butterfield,
1978), manufacturing firm managers (Schuler, 1977c; Schuler et al.,
1977), hospital janitorial and food service personnel (Schuler et
al., 1977), and college students (Smith, 1957).

Although this list

does not contain every possible occupational group, it is diverse
enough to indicate that the findings of these studies should generalize to other working populations within the United States.
In a comprehensive study of the literature dealing with role
clarity, Van Sell, Brief, and Schuler (1981) synthesized a definition
of "role" that conforms with these mentioned studies.
of "role" is as follows:

This definition

"a set of expectations applied to the

incumbent of a particular position by the incumbent and by role
senders within and beyond an organization's boundaries."

Role senders

within an organization would include such persons as an incurnbent's
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superiors, peers and subordinates that would affect the expectations
applied to the incumbent's role.

Role senders outside an organization

may include members of the incumbent's profession or professional
organization, family, friends and society at large such as the incumbent's state or nation of residence who may have conceptions of
the incumbent's role that, in turn, affect the expectations applied
to that role.
Van Sell et al.

(1981) further defined role clarity as the

extent to which three criteria are met:

1) The inclusion of a clearly

defined set of behaviors which are required for the successful completion or execution of a role; 2) The inclusion of a clearly defined
set of expected performance levels required in the execution of
the role; and

3) The inclusion of a clearly defined set of conse-

quences of the behaviors which are required in the execution of
the role and of the completion of the role objectives.

This defini-

tion sutmllarizes the terms found within role clarity research as
well as research conducted in other areas of role theory (House
and Rizzo, 1972; Kahn, Wolfe, Quinn, Snoek, and Rosenthal, 1964;
Rizzo, House, and Lirtzman, 1970; Cohen, 1959).

Role Clarity and Performance
Research indicates that role clarity may be related to a number
of behavioral and affective outcomes in employees of various organizational levels and occupations which may have an indirect as well
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as direct effect upon performance.

Batlis (1980) c onduc t e d a n anony -

mous survey which looked at how attitudes were affected by organiza tional clarity.

Responses of 111 supermarket managers indicated

that the level of organizational clarity as perceived by the managers
was an effective predictor of job satisfaction, anxiety, and propen sity to leave the organization.

In other words, those who felt

that there was uncertainty in their position in relationship to
the organization were less satisfied in general, more anxious about
their job, and were more apt to leave the organization--all facto rs
that could severely reduce performance (Lawler, 1971).
Bernardin (1979) conducted a survey of 53 patrol off icers wh ich
asked them to rate the level of ambiguity the y f e lt i n t h eir ro l es,
their satisfaction with their roles, and thei r s atisfaction with
t h eir sergeants--their illDilediate supervisors.

Performance ratings

of t h e o fficers made by their sergeant s we r e c ompared with t h e survey
res ult s.

It was found that a significan t relationship existed between

role a mb igu ity and all other fa ctors.

As perceived role ambiguity

i n cr e as ed , p erformanc e r ating s d eclined, satisfaction with work
d e clined, and satis fa ction with supervision declined, with correla t ions r anging from -. 4 8 to -.09.

Although not mentioned in this

s tudy, the r e may have been some interaction between the incumbent's
expressing dissatisfaction with their work and supervision and the
r atings of performance by their supervisor .

There was no adequate

discussion of the performanc e measu r ing instrument o r p r ocedure,
so this interaction effe c t c ould not be determined .
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Brief and Aldag (1976) compared the survey responses of nurses
to performance ratings.

They, too, found that expressed role ambigu-

ity was positively correlated with a number of factors, including
stress, tension, tendency of employees to leave the organization,
and tendency of employees to be terminated, with correlations ranging
from .30 to .20.

Role ambiguity was also found to be negatively

correlated with performance r = -.23.

Again, there was little atten-

tion paid to the method of performance measurement, so it is difficult
to determine if there may have been bias on the part of the rater.
Kahn et al.

(1964) conducted a nation-wide survey among various

organizations and found that 35% of the respondents indicated that
there was a lack of clear definition of duties and responsibilities
within their respective organization.

Results from this study further

indicated that role ambiguity was related to high levels of dissatisfaction, anxiety, loss of self-confidence and lower levels of productivity.
Posner and Butterfield (1978) administered questionnaires to
490 underwriting personnel from four organizational levels within
twenty insurance offices.

It was found that high performing offices

had a higher degree of perceived role clarity than other offices
and that role clarity was positively related to job satisfaction,
perceptions of personal influence, and task oriented leadership.
"Task oriented leadership" was defined in this study as the utilization by office managers of a leadership style which emphasized the
tasks or roles of each member within the office, provided office
members the opportunity to participate in decisions effecting the
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office and the incumbent's role, and provided feedback to each member
concerning their performance.
Smith (1957) divided 140 college students into groups of three
or five.

Groups of five contained two paid confederates who always

assumed a "silent" or non-participative role.

In one condition,

subjects were asked to identify the role they intended to assume
during the experiment, either active or silent group participant ,
while in the other condition no identification of role took place
before the assigned task.

The task for all groups was to identify

i terns such as "wrench, ruby, bread" through a process r ,e sembling,
the game "Twenty Questions" with performance being measured by the
total number of items correctly named within the alloted time.

The

results of this study indicated that when roles of each member of
a group are not clearly defined, performance was significantly reduced.

Also, measures of role ambiguity correlated significantly

with level of hostility within groups, reduced groups satisfaction, as well as with level of performance.
These general findings, that rol
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Factors Influencing Role Clarity
To say that role clarity--or role ambiguity--affects performance is simplistic.

It has been demonstrated that a number of other

factors can interact with the influence of role clarity upon performance and upon affective outcomes which, in turn, may influence performance.
Keenan and McBain (1979) conducted a survey of 79 males and
11 females in middle management positions in a large public organization.

In this study, role ambiguity was utilized as a "role stress

measure," which, in line with previously cited research, was found
to be associated with low job satisfaction and high tension levels
at work.

In addition, subjects were administered Rotter's Internal-

Ex ternal Locus of Control Scale and other personality trait measures.
It was found that Type "A" personality and "external locus of control"
subjects were more affected by role ambiguity.

It was also found

that those higher in Intolerance of Ambiguity were more likely to
experience strain in ambiguous role conditions.

This, however,

should not be taken as meaning that role ambiguity only affects
those who have a tendency to experience more stress in daily activities such as with those subjects with High Need for Clarity or Intolerance of Ambiguity.

This does, however, as pointed out by Kennan

and McBain, indicate that a strong relationship does exist between
these personality factors.

In other words, Type "A" personality,

external locus of control, and High Need for Clarity or Intolerance
of Ambiguity are closely related and may be measures of similar
attributes.
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When locus of control was partialled out in a study by Szilagy,
Sims and Keller (1976) perceived role clarity was still found to
be significantly correlated with performance with an r = .19 (p

<

.05).

Ivancevich and Connelly (1974) examined the effect of Need for Clarity/
Intolerance of Ambiguity upon role clarity and performance.

They

found that those with Low Need for Clarity performed well under
both low and high role clarity conditions, while performance of
those with High Need for Clarity showed a strong positive relationship
with role clarity.

Performance for both groups did increase with

increased role clarity, however, the increase for the Low Need for
Clarity group was not significant.

It may be, however, that those

subjects in the Low Need for Clarity group experienced less "perceived"
role ambiguity than did the High Need for Clarity group.

This may

have, in turn, affected the attitudes of the group members so that
those in the High Need for Clarity group were more anxious and,
thus, less likely to perform at their optimal level than were members
of the Low Need for Clarity group.

Unfortunately, there was no

reported amount of level of anxiety felt by either group, nor was
there any measure of "perceived" role clarity or ambiguity.

In

this study, both groups did, however, report that they experienced
stress and tension, and had less interest in their work, were less
innovative, and were more likely to leave their jobs under low clarity
conditions.

This would indicate that, if there were any differences

between actual and perceived role clarity, the actual state of role
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ambiguity would have deleterious effects upon any one, regardless
of Need for Clarity or perception of role clarity.
Organizational clarity also has been demonstrated to affect
role ambiguity's influence upon performance (Batlis, 1980).

Schuler

(1977b) extended the concept of organizational clarity to include
the interaction of task, structure, and technology.

Prior to this

study, the emphasis of role clarity research had been solely upon
the nature of the task and how the clarity of the role associated
with that task affected performance.

In Schuler's study, however,

organizational entities such as the structure--levels of management,
informational flow systems--and the type of technology involved
with the production of the organization's goods or services were
compared to determine the level of congruency within organizations
in respect to their structure and technology.

Survey results from

various types of organizations indicated that congruent matches
of task, structure, and technology were related to lower levels
of perceived role ambiguity within those organizations.

In a similar

study, Posner and Randolph (1979) looked at some perceived situational
moderators that affect role ambiguity.

Their survey results indicated

that subjects who perceived higher levels of interdepartmental information flow, decision-making involvement, an<l teamwork within their
work units reported less effect in role ambiguity.

Both studies

suggested that variations in organizational structure may be an
important strategy for reducing the negative impact of role ambiguity
in cases where it may be either impractical or not possible to reduce
role ambiguity to a great extent.

One point not mentioned by either
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study was the influence of participation in decision-making, goal
setting had upon either perceived role clarity or upon commitment
to task completion.
In support of this are the results of a study by Posner and
Butterfield (1978) in which they found that perceived role clarity
was higher at higher organizational levels.

Additional survey results

were found by Schuler (1975) to support this finding.

In another

study, Schuler (1977c) attempted to find a possible explanation
for this tendency.

Ability measures were derived from ratings of

superiors and were compared to survey results collected from personnel
in a large manufacturing firm from high, mid, and low organizational
levels.

In higher organizational levels, it was found that the

ability to cope with ambiguity and the ability to adapt to role
ambiguity were associated with lower perceived levels of role ambiguity.

In other words, those in higher organizational levels would

tend to have Low Need for Clarity.

Unfortunately, this scale was

not applied to the respondents in this survey, and so a comparison
is not possible.

Findings of other studies, however, direct us

to believe that there are two alternatives to explain this tendency.
One explanation tends to support the idea that those of higher organizational levels tend to have a greater ability to cope with or adapt
to role ambiguity, which in turn reduces the perceived level of
ambiguity within their roles.

The other possible alternative is

that the factor that actually differs with organizational level
is not any inherent or learned ability, but a greater tendency for
those of higher organizational levels to participate to a greater
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extent in establishing their own goals and objectives than do their
lower organizational level counterpart, which in turn leads the
higher organizational level employee to reduce role ambiguity internally and to gain more "ownership" to the established goals (Szilagy
et al., 1976; Schuler, 1977a; Locke, 1980).

Goal Setting and Role Clarity
Not all studies in role clarity have resulted in significant
results.

Szilagy et al.

(1976) failed to find significance in all

organizational levels other than administrative (the highest level
investigated in this study), although correlations were in the expected direction.

Although they suggest that ability to cope with ambigu-

ity or to adapt to ambiguous role conditions might have accounted
for this general lack of significance, they further postulated that
their subjects may have found methods other than those formally
employed by the organization that could have reduced the effects
of role a mbiguity .

One such suggested method t hat may have been

employed by the employees of this organization , as well as, by thoa,e
of most organizations in higher organizational levels, is participative goal setting.

Cohen (195 9 ) discussed how ambiguous task definitions and inconsistent direction by superiors generally resulted in increased anxiety, hostility toward the superior or superiors involved, lack
of respect for supervision and the organization in general, and

a decrease in productivity.

Van Sell et al. (198) further sugges

that these conditions can actually lead empl,o yees to work toward
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goals that may be inconsistent with the completion of the tas k or
tasks associated

with an incumbent's role.

Looking at the criteria

for role clarity as described by Van Sell et al. we find that role
clarity is not just a condition of having a clearly defined set
of task definitions, but also includes clearly defined performance
levels and clearly defined consequences for the various behavioral
outcomes.

Establishing performance levels is another way to convey

the process of goal setting.
Mossholder (1980) examined the effects of goal setting upon
performance.

His experiment was a two by two factoral design which

looked at goal setting versus no goal setting and interesting versus
boring task conditions.

Goal setting was found to increase levels

of performance in both task conditions when compared to no goal
setting.
Locke (1968, 1980) hypothesized that specific goal conditions
will lead to higher levels of productivity than do ambiguous directions or "do your best" type goals.

This theory has been generally

supported by findings of others.
Dossett, Latham, and Saari (1980) directed subjects to either
return surveys in two or five days, as compared to a third group
which was directed to return the surveys "as soon as possible."

It

was found that those who were given specific time periods turned
their surveys in more quickly than did those with "as soon as possible"

directions.

The total number of surveys returned, however,

did not vary between groups.

This was interpreted by Dossett et

al. as indicating that, if goals are specific and can not be met
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precisely, or if allowances are not mentioned for slight discrepancies
in failing to meet the goals, subjects may tend to not respond at
all.

This would indicate that subjects, in order to reduce their

level of ambiguity, need to have information concerning the consequences of their behavior.

In the case of this experiment, this

information would have consisted of directions to follow if the
original goal was not met.

In other situations involving face to

face contact, this could come in the form of feedback and possibly
a continuing goal setting process.
Latham and Saari (1979) further hypothesized that specific
goal setting should be more productive than ambiguous "do your best"
type goals, even when feedback is provided.

In their study, half

of 60 college students were assigned to "Brainstorming" conditions
under specified time periods, and half were told to brainstorm (generate as many ideas as possible to solve a problem) with no time period
specified.

Feedback, or knowledge of results, was provided for

half of each of these groups.

The results did confirm the hypothesis,

with specific goal setting conditions exceeding "do your best"
conditions, regardless of feedback.

goal

Feedback, however, when provided,

also increased performance.
In some cases, it is hypothesized by Lyons (1971), where role
clarity may actually hinder performance, such as in research or
professional occupations, or in "all or nothing" tasks such as that
utilized in Dossett et al.

(1980), participation in goal setting

by subjects may increase performance.

Lyons further states that

the process of role specification may have a more positive influence
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on performance in general than does the condition of role clarity.
Latham et al.

0978) investigated the impact of participative

goal setting upon one hundred thirty-two engineers and scientists.
It was found that only participative goal setting led to significantly
higher performance when compared to "do your best" goal conditions
or the control condition.
Schuler (1977c), in his investigation of the effect of organizational level upon performance, also looked at the effect of participation in decision making.

It was found that as the level of partici-

pation in decision making increased so was the overall performance
of the individual.

This effect was more profound in cases where

highly ambiguous conditions existed.

This study demonstrated that

at least part of the increase seen in performance in higher organizational levels was due to the fact that they participated in decision
making--goal setting--to a higher degree than did persons in lower
organizational levels.

Therefore, an alternative to the explanation

of difference in perceived levels of ambiguity for different organizational levels would be that this difference may be caused by participation in goal setting rather than by factors such as individual
ability to cope with or adapt to ambiguity in roles.

In other words,

it may be that levels of ambiguity are actually higher at higher
organizational levels, but that methods utilized at those levels,
such as participative goal setting, reduce the effects of role ambiguity (Szilagy at al., 1976).
Although externally mediated goal setting was not examined
by either of the last two cited studies, other findings suggest
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that goals imposed upon a group from an extern a l s o urce may have
an adverse impact upon intrins i c mot ivat ion a nd perfo rmance (Moss holder, 1980).

Res ul ts of Do ssett et a l.

( 1980 ) s upp o rt this p o sition

that externally established g o a l s may, at b es t, only e qual participative goal setting in increasin g p erfo rmanc e .

It would seem , there -

fore, that in cases where it may b e adv a n tage ou s fo r o rgani z ations
to externally mediate goa l s , eff o rts s hould b e mad e to reduce role
ambiguity by other means of gaining t h e p a rticipa tion o f the p o sition
incumbent such as involving t h em i n job ana ly s is o f t h ei r own posi tion.

This would aid an organiza t i on in d ef inin g r ol e resp on sibil -

ities (House, 1970 ) , as well as gai n t h e s uppo r t o f t h e inc umbents
in defending the application o f bo t h t h e job a n a ly s i s an d t ho se
goals established with the ai d of t h e job a n a ly s i s ( Law l er , 1971;
Latham and Wexley, 1981 ) .

Th is f ollows th e rec omme nd a tions o f House

( 1970 ) and Lyons (1971) t h at o rgan izat ion s a dopt a nd e n f o rce policies
and objectives defined in specific , job re l a t e d terms in o r d er t o
reduce role ambiguity in cases wh ere i t can no t b e a void e d or where
role specification may actually i n terfere wi t h p erformance .

Feedback and Role Clarity
The third criteria for ro l e c l arity , as d efined by Van Se ll
et al.

(1981) can be summarize d as t h e inclusion of a clear l y d efined

set of consequences for behaviors involved in the comp l etion of
an incumbent's role.

Since t h e set or range of behaviors e mitt ed

by an individual can be considere d limitl ess, one would assume that
the set of consequences in order to meet the requirements of this
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definit1on be specific for each possible behavior or outcome.

This

could tend to be extremely cumbersome if carried to the extreme.
A reasonable alternative that describes this third criterion and
fulfills its requirements is feedback, or knowledge of results (Kahn
et al., 1964).

Latham and Wexley (1981) considered feedback one

of the key strategies in increasing performance and cited many studies
that have shown that, when combined with goal setting, feedback
is "an effective means for bringing about and/or maintaining a positive behavior change."
Posner and Butterfield (1978) described the office managers
of insurance offices that were found to have higher levels of role
clarity and, consequently, higher levels of performance.

One distin-

guishing factor was that these managers, in addition to defining
tasks and clearly defining goals for levels of performance, provided
their subordinates with feedback.
Batlis (1980) found that supermarket managers were less satisfied
with their jobs, were more anxious, and were more likely to leave
their organizations when feedback was not provided.

It was speculated

by Batlis that feedback served to remove existing uncertainty involving the incumbent's position security with their respective organization.
Latham and Saari (1979) reported that setting specific goals
was more effective in increasing performance than setting general
"do your best" goals, regardless of feedback.

It is important,

however, to note that feedback, in line with studies cited by Latham
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and Wexley (1981), did increase performance levels in both specific
and general goal setting conditions.

Applications of Role Clarity Determinants
Thusfar, three determinants of role clarity have been examined:
1) Definition of behaviors required for the successful execution
of a role--role definition; 2) Definition of performance levels
required in the execution of a role--goals; and 3) Definition of
the consequences of behaviors and tasks involved in the execution
of a role--feedback (Van Sell et al., 1981).

Three examples of

how these principles are being applied in the field will help to
demonstrate their applicability and their effect upon performance.
Zaharia (1981) applied a method designed to reduce role ambiguity
in an effort to reduce the high turnover rate experienced in a facility for retarded persons.

Prospective employees were provided a

written job preview with a "realistic and candid" description of
the job, or were provided the same information on a video tape,
or they were assigned to a control group which received no description
of the job.

Results indicated that both methods reduced turnover

rate, however, the amount of reduction was small and insignificant.
This lack of significance could have resulted from at least two
factors.

First, the amount or level of role clarity was not clearly

defined within this study.

There was no description of how a "real-

istic and candid" description of the job was determined.

If no

job analysis was conducted, there may have been a large portion
of role definition or role expectations that were left out of the
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job descriptions.

Secondly, it may have been the case that the

subjects involved in the study had High Need for Clarity, or perhaps
were low in ability to adapt to or cope with ambiguity.

Unfortu-

nately, no measure was made of Need for Clarity, so it is not possible
to determine whether this was the case.
taken of other behavioral outcomes.

Also, there were no measures

It could very well have been

the case that, although turnover rate was not significantly reduced,
perhaps the performance of those who stayed was higher than those
of the control group.
In a second applied setting, Paul and Gross (1981) designed
a year long study within the Cormnunications and Electrical Division
of the City of San Diego.

The experimental group received interviews,

team building workshops, counseling, process consultancy, and training
in management skills while the control group continued with their
normal work routine.

Results demonstrated that these methods were

effective in significantly increasing both morale and productivity.
Unfortunately, all subjects in the experimental condition received
all treatment conditions.

It is difficult, therefore, to say that

any one method utilized in this study made a significant increase
in either morale or productivity, or that any one method was more
effective than another.

Since it would be costly to replicate all

conditions or treatment methods utilized in this study, and since
the application of all methods may not be economically viable, it
would be reconnnended that other studies focus on only one or two
of these methods while establishing methods to compare their effects.
Although this study by Paul and Gross does not provide for analy sis
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of the factors used in increasing product ~vity and morale, it does
demonstrate the holistic approach that may be required to produce
the greatest possible increases in performance.

Those methods utilized

in this study, it should be noted, resemble very closely those methods
cited in this thesis as fulfilling the three criteria for role clarity
as defined by Van Sell et al.

(1981).

Training in management skills,

counseling, and process consultancy could be said to function as
role defining, goal setting, and feedback, respectively.
The last example of applied field work is the study of Brown
(1980).

In this study, Brown introduced an electronic feedback

display unit, or "Production Achievement Monitor," in the sewnproducts industry.

This feedback display unit was shown to significa-

ntly increase worker productivity and reduce operator training time.
Unfortunately, there were no control conditions utilized in this
study, so the application of the results to the feedback unit may
not be appropriate.

There may have been any number of unaccounted

for variables that may have influenced productivity and training
within that industry such as change in piece rate or other pay policy
changes, changes in management policies, and the like.

However,

despite the flaws of this study, results of other studies would
indicate that feedback should have an effect in the same direction
as that claimed by Brown (Latham and Saari, 1979; Locke, 1980).

Hypotheses
Studies cited in this thesis have indicated that performance
can be increased by reducing role ambiguity, or conversely, by
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increasing role clarity.

In the various studies cited by this thesis,

it has been demonstrated that role defining, goal setting, and providing feedback can increase performance in various applied settings
(Zaharia, 1981; Paul and Gross, 1981; Brown, 1980; Cohen, 1959;
Mossholder, 1980; Latham and Wexley, 1981).

We have also seen how

these three procedures satisfy the requirements established by the
three criterion of Van Sell et al.

(1981), in their definition of

role clarity.
There has been no research, however, that has tested the accuracy
of this definition.

The purpose of this thesis will be to investigate

the multi-dimensionality of role clarity which is implicit in its
definition.

If role clarity is multi-dimensional, then as each

dimension is added in the defining of role responsibilities performance should increase as should perceived role clarity.
In addition, since it has been demonstrated that those with
High Need for Clarity increase performance to a greater degree than
those with Low Need for Clarity as role clarity increases (Ivancevich
and Connelly, 1974; Keenan and McBain, 1979), we would expect to
find that, as each dimension of role clarity is added in the defining
of role responsibilities, performance should increase for High Need
for Clarity subjects to a greater degree than for Low Need for Clarity
subjects.
Much of the research also indicates that there is a significant
relationship between perceived role clarity and performance (Batlis,
1980; Bernardin, 1979; Posner and Butterfield, 1978; Smith, 1957;
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Keenan and McBain, 1979; Cohen, 1959; House and Rizzo, 1972; Miles,
1975).

This relationship will also be investigated by this thesis.

Formally stated, the three hypotheses to be investigated in
this thesis are:
Hypothesis One.

As each factor of role clarity is introduced,

(Detailed Task Instruction Goals, and Feedback), performance and
perceived role clarity should increase.
Hypothesis Two:

Those subjects with High Need for Clarity

should experience a greater increase in performance as each dimension
of role clarity is introduced, when com~ared to those subjects with
Low Need for Clarity.
Hypothesis Three.

There should be a positive relationship

between perceived role clarity and performance.

Method

Subjects
Forty-eight subjects were selected from female volunteers from
the greater Orlando, Florida area.
20 years old to 68 years old.

The age of subjects ranged from

Occupational groups represented by

subjects included teachers, field engineers, secretaries, physical
therapists and real estate agents.
One sex was utilized in this study to control for that variable.
Females were utilized in lieu of males because research has indicated
that female subjects are more likely to cooperate with the experimenter, less likely to tell others of the nature of the experiment
and more likely to complete all aspects of the experiment than are
male subjects (Epstein, Suedfeld, and Silverstein, 1973).
All subjects were asked to complete a questionnaire designed
to measure Need for Clarity.

Although all subjects were run through

all phases of this study, only the results from those subjects scoring
in the upper and lower third in Need for Clarity were utilized in
testing the outlined hypotheses.

Thus, a total of 32 subjects were

utilized for comparison with 16 subjects scoring High in Need for
Clarity and 16 subjects scoring Low in Need for Clarity.

21
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Design
This study utilized a two-factor design with repeated measurements on one factor.

One factor was Need for Clarity, with subjects

being either High in Need for Clarity or Low in Need for Clarity.
The other factor was Degree of Role Clarity, which was the factor
with repeated measurements.
Need for Clarity was determined by subjects' scores on a questionnaire designed to measure Need for Clarity.

Those subjects

who scored in the upper third of the Need for Clarity scale were
considered High in Need for Clarity.

Those subjects who scored

in the lower third of the Need for Clarity scale were considered
Low in Need for Clarity.
Degree of Role Clarity was established by the use of four basic
conditions.

The first basic condition was a control condition which

was repeated a total of three times.

These first three task sessions

consisted of providing subjects with only a brief task instruction-no detailed role information, goal setting, or feedback was provided.

The control condition was repeated in the first three sessions

so measurements could be taken of any practice effect which may
have been present.

The second basic condition, which was the fourth

task session, consisted of providing subjects with detailed task
instructions which defined the behaviors required for the completion
of the task.

The third basic condition, which was the fifth task

session, consisted of providing subjects with specific goals for
the assigned task as well as the detailed task instructions.

The

fourth basic condition, which was the sixth task session, consisted
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of providing subjects with feedback concerning performance in the
previous task sessions as well as specific goals and the detailed
task instructions.

Further details on ,conditions may be found in

the procedure section of this

hes,is .

Apparatus
Two questionnaires were ad i •1i • ,er,e
experiment.

during the course of the

The first questionnaire v as a ,odified Need for Clarity

scale (Lyons, 1971) and acted as a pre.- es .
to screen out subjects who fel l within the

This scale was used
iddle third of

eed

for Clarity scores in order to provide a clear distinct ion between
subjects who were High in Need for Clarity ad those who were Low
in Need for Clarity.

The questionnaire co ,sisted of five questions,

an example of which follows:
"How important is it to you to kno, in detail,

ou have

a

to do on a job?"
Responses to these questions were on a Likert - ype scale
r

from one to five, with one being "of little or n
five being "of great importance."

Total scores

were utilized to determine each subjects ' o erall
with a low total score being Low in Need f r Cl ri
total score being High in Need for Clarit

Fr

of questions see Appendix A.
The second questionnaire was a post-te t
the amount of role clarity that subjects
respective treatment condition.

This qu

ti nn _

e
es

e

fr
an

f
arr
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eleven statements derived from the Role Ambiguity/Role Conflict
scale utilized by Rizzo et al.

(1970).

Subjects were asked to rate

their agreement/disagreement with each statement on a Likert-type
scale.

Since some statements were worded in negative terms (asking

for the amount of ambiguity perceived in the task) and some statements
were worded in positive terms (asking for the amount of clarity
perceived in the task) the scale of from one to five in agreement/
disagreement was arranged so that low scores indicated low perceived
levels of clarity and high scores indicated high perceived levels
of clarity.

Two examples of statements and their agreement/disagree-

ment scale follow.
B.

For a complete list of statements see Appendix

Two examples are:
1)

There were clear, planned goals and objectives for me to
follow in the completion of the task.

AGREE
2)

5

4

3

2

1

DISAGREE

I had to feel my way in performing the task.

AGREE

1

2

3

4

5

DISAGREE

A set of 52, three inch by five inch cards were used in the
task portions of this study.

Twenty of the cards were marked with

squares or other four sided trapezoids, which were placed in the
center of each card.

Those cards were numbered from one to 20,

with the number appearing at the top and bottom of each card.

Another

20 of the cards were marked with circles or elipses, which were
placed in the center of each card.

These cards were also numbered

from one to 20, with the number appearing at the top and the bottom
of each card.

The 12 remaining cards were marked with triangles,
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pentagons, and semi-circles, which had one straight line for closure
of the semi-circle, which were placed in the center of each card.
These cards were numbered from one to twelve, with the number appearing at the top and the bottom of each card.

All 52 cards had one

of four colors--red, blue, green or yellow--colored within the card's ,
assigned shape.

The assignment of color was made at random so that

each color had an equal number of cards, or 13 cards per color.
A rack with five compartments was also used in the task portion
of this study.

Each compartment of the rack was large enough to

hold all of the 52 cards.

The compartments also had labels which

were clearly visible when any compartment contained all 52 cards.
The labels were, from left to right, as seen by the subjects, "Group
One," "Group Two," "Group Three," "Group Four," and, "Discards."

Task
The task in each of the six sessions of this study was to sort
52 randomly arranged cards, which were described above.

The cards

were to be placed into the rack, which was also described above,
in the appropriate compartment.

The time alloted in each task session

was two minutes.
The compartment labeled "Group One" was to contain only those
cards marked with a square or trapezoid and an odd number.

The

compartment labeled "Group Two" was to contain only those cards
marked with a square or trapezoid and an even number.

The compartment

labeled "Group Three" was to contain only those cards marked with
a circle or elipse and an odd number.

The compartment labeled "Group
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Four" was to contain only those cards marked with a circle or elipse
and an even number.

The compartment labeled "Discards" was to contain

only those cards marked with a triangle, pentagon or semi-circle.
The color of the geometric figure within the cards was not used
as a grouping variable.
Performance of subjects was measured by totaling the number
of cards correctly sorted into each compartment.
of scores was from zero to 52.

The possible range

Performance scores were recorded

after each task session.

Procedure
Thirty-six subjects were separately processed through the procedures of this study as described below.

The steps of administration

of the experiment, in summary, are as follows:

(1) The Need for

Clarity Questionnaire was administered to the subjects; (2) The
subjects were asked to complete the task for a total of three control
condition task sessions; (3) The subjects were asked to complete
the task after being provided Detailed Task Instructions; (4) The
subjects were asked to complete the task after being provided Detailed
Task Instructions plus Goal Setting; and (5) The subjects were asked
to complete the task after being provided Detailed Task Instructions plus Goal Setting plus Feedback.

In addition, after each

task session, subjects were provided with and asked to complete
a Perceived Role Clarity questionnaire, as described in the Apparatus
section of this study.
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F ~:_ rs t, subjects were provided and asked to complete a Need
for Clarity questionnaire, entitled "Questionnaire One" (see Appendix
A).

The directions for this questionnaire were read aloud, and

the subjects were then asked to complete the questionnaire, as directed.

Upon completion of this questionnaire, the subjects were provided

the set of 52 cards, which was described in the Apparatus section
of this study.

The cards were pre-shuffled and were placed face

down on a table directly in front of the subjects.
In the first three task sessions, or control condition sessions,
subjects were given the following instructions by the experimenter:
"The cards that have been provided to you need to be sorted into
four groups and placed into the appropriate rack which you see before
you.

Those cards that can not be sorted into one of the four groups

should be placed into the portion of the rack labeled 'Discards.'
Please begin."
With no further explanation provided, subjects were allowed
two minutes to sort the cards.

At the end of the two minutes the

experimenter stated, "Time is up," and collected the rack with the
cards sorted by the subjects and the cards still unsorted.

Upon

collecting the cards, the experimenter provided the subjects with
the Perceived Role Clarity questionnaire, entitled "Perceptions
of the Task" (see Appendix B).

The directions of this questionnaire

were read aloud, and the subjects were asked to complete the questionnaire as directed.

While subjects were completing this questionnaire,

and prior to proceeding to the next task, or control session, the
experimenter scored the performance of the subjects, as described
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in the Task section of this study.

When the experimenter had com-

pleted the scoring, and when the questionnaire was completed by
the subjects, the cards were shuffled and returned to the subjects
in the same manner as described above.

This procedure, including

the statement of instructions, collection and scoring of the card
sorting task, and the distribution of the Perceived Role Clarity
questionnaire, was repeated so each subject had completed three
control conditions, or task sessions.
After completing the third, and last, control condition session,
the experimenter provided the subjects with detailed task instructions.

The instructions were as follows:

The cards that have been provided to you need to
be sorted into four groups and placed into the appropriate
compartment in the rack. The compartment labeled "Group
One" should include those cards that have figures that
have four straight sides, such as a square or a trapezoid,
and are odd numbered. The compartment labeled "Group
Two" should include those cards that have geometric figures
with four straight lines, like those in the first group,
but these cards should be even numbered. The compartment
labeled "Group Three" should include those cards that
have figures that are made of one continuous and curved
line, such as a circle or elipse, and are odd numbered.
The compartment labeled "Group Four" should include those
cards that have geometric figures that are made of one
continuous and curved line, like those in the third group,
but these cards should be even numbered. Those cards
that can not be sorted according to the descriptions just
provided should be placed in the compartment labeled
"Discards." Please begin.
The subjects were then allowed two minutes to sort the cards
and to place them in their respective compartments.

At the end

of the two minutes the experimenter stated, "Time is up," and collected the rack with the cards sorted by the subjects as well as
the cards still unsorted.

Upon collecting the cards, the experimenter
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again provided the subjects with the Perceived Role Clarity questionnaire, and then scored the subjects' performance as described above.
Upon completion of the scoring by the experimenter and upon
completion of the questionnaire by the subjects, the experimenter
again placed the shuffled cards face down on the table directly
in front of the subjects.

Next, for this condition of the experiment,

the experimenter provided goals for the subjects, in addition to
the detailed task instructions.

Prior to providing the detailed

task instructions, as described above, the experimenter stated,
"I would like you to sort the cards, placing at least seven cards
in each of the four groups.

You will have two minutes in which

to sort the cards and to place them in their appropriate compartment
in the rack," and then provided the detailed task instructions.
The subjects were then allowed two minutes to sort the cards
and place them in the rack.

At the end of the two minutes the experi-

menter stated, "Time is up," and again took up the cards for scoring
and provided the subjects with the Perceived Role Clarity questionnaire, as described above.
Upon completion of the scoring and the questionnaire, subjects
were shown their score for all previous sessions, as recorded by
the experimenter.

The experimenter again shuffled the cards and

placed them face down on the table in front of the subjects.

When

the subjects indicated that they had reviewed their scores to their
satisfaction, the experimenter repeated the detailed task instructions
and goals as described above.

The task session was again repeated

and upon completion of the two-minute task period the experimenter
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again took up the cards for scoring and provided the subjects with
the Perceived Role Clarity questionnaire.
Upon completion of the scoring and the questionnaire, subjects
were again shown the results of their card sorting runs.

Subjects

were then thanked for their time and were advised that the results
of this experiment would be available at some future date for their
review, if desired.

Results

Analysis of the Need for Clarity scores for both the High and
Low Need for Clarity groups indicated that a significant difference
existed between the two groups.

The mean Need for Clarity score

for the High Need for Clarity group was 23.75 and for the Low Need
for Clarity group was 14.81.

The variance estimates for Need for

Clarity scores for both groups were 1.133 and 2.163, respectively.
A "t-test" was utilized to determine the level of significance of
this difference and, with a value of 19.691, was significant at
p

<

.001 (15 df).
Age of subjects was found not be be significantly related to

Need for Clarity.

The correlation between these two variables yielded

an "r" value of .037 which was not statistically significant.
Mean performance scores on the card sorting task can be seen
in Figure 1.

Analysis of variance for two-factor experiments with

repeated measurements on one factor, which can be seen in Table 1,
indicated that, for performance, the "F" values for the independent
variables of Need for Clarity and Degree of Role Clarity and the
interaction between Need for Clarity and Degree of Role Clarity
were all signifcant at p

<

.01.
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Figure 1.
Mean scores of subjects performance on card sorting task.
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Table 1
Analisis-of-variance for the de:eendent variable :eerformance on card
sorting task
Source of
variation

Sum of
squares

Between subjects
4012. 71
1215.05
Need for clarity
Error
2797.66
Within subjects
65509.50
Degree of role clarity 61354. 74
Interaction
4 77. 85
Error
3676.91
Total
69522.21
* Significant at p

<

. 01.

Degrees of
freedom
31
1
30
160
5
5
150
191

Variance
estimate

F
value

1215.05
93.26

13.029*

12270.95
95.57
24.51

500.651*
3.899*
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An estimate of the variation in performance scores contributed
by each independent variable was derived by dividing the sum of
squares for each independent variable by the sum of squares for
the total variation.

Degree of Role Clarity was found to contribute

88.3% to the total variation.

Need for Clarity and the interaction

between Need for Clarity and Degree of Role Clarity contributed
1.7% and 0.7% to the total variation, respectively.
The mean performance scores for the High and Low Need for Clarity
groups within each task session can be seen in Table 2.

The signifi-

cance of difference between mean performance scores for High versus
Low Need for Clarity groups within each task session was determined
by the Least Significant Difference (LSD) procedure.
value for the LSD was 4.198.

The resulting

Comparisons of mean performance scores

for High versus Low Need for Clarity groups within each task session
can be seen in Table 3.

Table 2
Mean performance scores for card sorting task
Task session
Need for
clarity

One

High

6.625

8.500

Low

9.938

Total

8.281

Four

Five

Six

8.313

31. 688

41. 563

48.063

10.063

11.563

42.625

48.875

51.875

9.281

9.938

37.156

45.219

49. 969

Two

Three

Table 3
Comparisons of mean performance on card sorting task for high and low need for clarity groups
High need for clarity

High
need
for
clarity

Task
session
One
Two
Three
Four
Five
Six

Low
need
for
clarity

One
Two
Three
Four
Five
Six

* Significant at p

One

Two
1. 9

Three
1.7
.2

Four
25.1*
23.2*
23.4*

Five
34.9*
33.1*
33.3*
9.9*

Low need for clarity

Six
44.4*
39.6*
39.8*
16.4*
6.5*

One
3.3

Two

Three

Four

Five

Six

1. 6
3.3
10.9*
7.3*
3.8
0.1

<

1. 6
1.5

32.7*
32.6*
31.1*

38.9*
38.8*
37.3*
6.3*

41. 9*
41.8*
41. 3*
9.3*
3.0

.05.

w

+'
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Mean scores of subjects' perceived role clarity, the second
dependent variable, can be seen in Figure 2.

Analysis of variance

for two-factor experiments with repeated measurements on one factor,
which can be seen in Table 4, indicated that, for perceived role
clarity, the "F" value for the independent variable of Degree of
Role Clarity was significant at p

< •01.

The "F" values for the

independent variable Need for Clarity and for the interaction between
Need for Clarity and Degree of Role Clarity were not significant.
An estimate of the variation in perceived role clarity scores
contributed by each independent variable was derived by dividing
the sum of squares for each independent variable by the sum of
squares for the total variation.

Degree of Role Clarity was found

to contribute 75.4% to the total variation.

Need for Clarity and

the interaction between Need for Clarity and Degree of Role Clarity
contributed 0.9% and 0.3% to the total variation, respectively.
The mean perceived role clarity scores for the High and Low
Need for Clarity groups within each task session can be seen in
Table 5.

Significant differences between mean perceived role clarity

scores for all subjects across task sessions was determined by the
LSD procedure.

The resulting LSD value was 2.956.

Comparisons

of mean perceived role clarity scores for all subjects across task
sessions can be seen in Table 6.
Perceived role clarity scores were found to be positively and
significantly related to performance scores on the card sorting
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task.
(p

<

The correlation between the dependent variables was .859

.001, 190 df).
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Figure 2
Mean scores of subjects perceived role clarity on card sorting task.
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Table 4
Analysis-of-variance for the dependent variable perceived role clarity
Source of
variation

Sum of
squares

Between subjects
4612.83
328.13
Need for clarity
4284.70
Error
31306.50
Within subjects
Degree of role clarity 27071.86
111.02
Interaction
4123.62
Error
35919.33
Total

*

Significant at p

<

. 01.

Degrees of
freedom
31
1
30
160
5
5
150
191

Variance
estimate

F

value

328.13
142.82

2.298

5414.37
22.20
27.49

196. 958*
0.808
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Table 5
Mean perceived role clarity scores for card sorting task
Task session
Need for
clarity

One

Two

Three

Four

Five

Six

High

20.375

19.938

18.625

39.375

42.125

48.688

Low

24.313

23.188

22.063

38.688

44.938

51. 625

Total

22.344

21. 563

20.344

39.031

43.531

50.156

Table 6
Comparisons of mean perceived role clarity scores on card sorting task
for all subjects
Task
session

One

One

Two

Three

Four

Five

Six

0.69

1. 78

14.83*

18.83*

24. 72*

1.08

15.53*

19.53*

25.42*

16.61*

20.61*

25.50*

4 . 00*

9 .8 9*

Two
Three
Four

5. 9*

Five
Six

*

Significant at p

<

.05.

Discussion

Results of this thesis provide support for hypothesis one.

As

each level of role clarity was introduced, there was a significant
increase in both performance and in perceived role clarity, the
two dependent variables examined in this thesis.

These results

are consistent with those of Ivancevich and Connelly (1974) and
Keenan and McBain (1979).
A review of the comparisons on Tables 3 and 6 demonstrates
that there are no significant differences between the control condition task sessions for both dependent variables.

This would indicate

that there was no significant practice effect occuring during the
card sorting task.
Degree of Role Clarity was not uniform in effect on the dependent
variables, as indicated by a significant interaction effect between
Need for Clarity and Degree of Role Clarity for performance.

Figures

1 and 2 graphically demonstrate the relationship between Degree
of Role Clarity and the dependent variables.

Providing a clear

definition of role behaviors, or detailed task instructions, had
the greatest effect upon both performance and perceived role clarity.
Providing specific goals, however, increased performance to a greater
extent than did providing feedback, while providing feedback increased
perceived role clarity to a greater extent than did providing specific
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goals.

Since there was a significant interaction between Need for

Clarity and Degree of Role Clarity for performance, albeit limited,
care should be taken in interpreting the effect of Degree of Role
Clarity upon performance.
Hypothesis two stated that subjects with High Need for Clarity
should demonstrate a greater increase in performance as each level
of role clarity was introduced than those subjects with Low Need
for Clarity.

According to this hypothesis, we would expect a signifi-

cant interaction between Need for Clarity and Degree of Role Clarity,
as well as a significant main effect for Need for Clarity, in the
analysis of variance of the performance scores.
that this was the case.
graphically.

Table 1 indicates

Figure 1 demonstrates this relationship

As each level of role clarity was introduced, perform-

ance increased more sharply for the High Need for Clarity group
than for the Low Need for Clarity group.
It is interesting to note that Degree of Role Clarity had a
much greater effect upon performance than did Need for Clarity or
the interaction between Need for Clarity and Degree of Role Clarity.
While Degree of Role Clarity accounted for 88.3% of the total variation,
Need for Clarity and the interaction between Need for Clarity and
Degree of Role Clarity accounted for only 1.7% and 0.7%, respectively.
This limited influence of Need for Clarity can be more readily
seen in the results of the analysis of variance for perceived role
clarity scores of Table 4 and in the graphic display of Figure 2.
Need for Clarity and the interaction between Need for Clarity and
Degree of Role Clarity were not significant in effect upon perceived
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role clarity.

Although this result is not contrary to the hypothesized

results of this thesis, they are in conflict with the findings of
Schuler (1977a, 1977c) and Szilagy et al. (1976).

In both of these

studies, increased levels of perceived role clarity were found to
be associated with Low Need for Clarity.
This discrepancy between the findings of this thesis and of
the above cited studies may be due to several factors.

First, sex

of subjects, while being controlled for in this thesis' experimental
design, was not controlled by the design or statistical analysis
of the above cited studies.

Since only female subjects were utilized

in this thesis, there may be a more pronounced effect for Need for
Clarity with male subjects that could have influenced the findings
of this thesis had male subjects been included in the study.

Second,

the above cited studies were based upon the return of surveys to
the experimenter, versus the controlled environment of this thesis'
experimental design.

This could indicate that there may have been

biased sampling or that the type of task may influence perceived
role clarity.
Hypothesis three stated that a significant relationship should
be found between perceived role clarity and performance of subjects.
The correlation between these two variables was .859 (p

<

.001).

This finding is in agreement with other studies cited by this thesis
(Batlis, 1980; Bernardin, 1979; Posner and Butterfield, 1978; Smith,
1957; Keenan and McBain, 1979; Cohen, 1959; House and Rizzo, 1972;
Miles, 1975).
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This thesis, while being limited in scope, provides evidence
which may indicate that the Need for Clarity has only a limited,
though statistically significant relationship to the performance
of females and has no significant relationship to the perceived
role clarity of females.

Since this finding is in apparent contra-

diction with previous research which was based upon the analysis
of results obtained by surveys, it would be suggested that further
research be conducted in this area focusing upon controlled experimental design.

It would be suggested that additional research inves-

tigate the effect of Need for Clarity and Degree of Role Clarity
upon male subjects' performance and perceived role clarity.

Such

research, if utilizing numerous types of tasks, could then be more
applicable to the total population than is this thesis and the cited
survey studies.
Additional research may also wish to investigate more levels
of role clarity than did this thesis.

In this thesis, role clarity

was introduced rather dramatically to an ambiguous role situation
due to the simplistic nature of the task utilized and due to the
focus upon the definition of role clarity proposed by Van Sell et
al.

(1981).

It may very well be the case that there are several

intermediate levels of role clarity existing between a totally ambiguous role situation and the inclusion of detailed task instructions,
as indicated by the dramatic increases between the third and fourth
task sessions seen in Figures 1 and 2.

Results from this type of

research would be more applicable to those situations where a highly
complex task or set of behaviors are required.
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Should the results of this thesis be replicated by a large
portion of followup research, it may be more appropriate to consider
the effect that Need for Clarity has upon other variables such as
work satisfaction, absenteeism and turnover.

In addition, further

research may wish to focus upon the investigation of perceived role
clarity as an independent variable and its effect upon performance under various conditions.

Such research may indicate that

perceived role clarity may have an equal or greater influence upon
performance than does the degree of role clarity.

Similar research

may also indicate that methods which may increase perceived role
clarity, but not necessarily actual role clarity, are -effective
in increasing performance in situations where role clarity is impractical or not desirable.

Appendix A

Need for Clarity Questionnaire

"Questionnaire One"
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QUESTIONNAIRE ONE
This questionnaire is designed to measure the importance of
various job factors for individuals. Below are five questions. Directly under each question is a scale of from one (1) to five (5).
You are asked to circle the number which most accurately reflects
the degree of importance that that work factor has for you.
Participation in this questionnaire, as well as participation in
this experiment is voluntary. You may withdraw from the experiment
or refuse to complete this questionnaire at any time. We do, however,
wish to thank you for your participation thus far.
Your cooperation
is greatly appreciated. All results and scores will remain confidential.
1.

How important is it for you to know, in detail, what you have
to do on a job, at work, or in performing a task?

NOT IMPORTANT
2.

4

5

VERY IMPORTANT

1

2

3

4

5

VERY IMPORTANT

1

2

3

4

5

VERY IMPORTANT

How important is it for you to know, in detail, how well you
are doing on a job, at work, or in performing a task?

NOT IMPORTANT
5.

3

How important is it to you to know, in detail, what the limits
of your authority are on a job, at work, or in performing a
task?

NOT IMPORTANT
4.

2

How important is it for you to know, in detail, how you are
supposed to do a job, your work, or perform a task?

NOT IMPORTANT
3.

1

1

2

3

4

5

VERY IMPORTANT

How important is it for you to know, in detail, what the consequences or rewards are for doing a job, your work, or performing
a task?

NOT IMPORTANT

1

2

3

4

5

VERY IMPORTANT

Appendix B

Perceived Role Clarity Questionnaire

"Perceptions of the Task"
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PERCEPTIONS OF THE TASK

Below are eleven statements concerning the card sorting task.
Directly under each statement is a scale designed to measure your
agreement or disagreement with that statement.
"AGREE" will always
be on the left of of each scale, and "DISAGREE" will always be on
the right.
The scale numbers will be from one (1) to five (5),
but the numbers may be reversed in order. You are asked to circle
the number which most accurately reflects your degree of agreement
or disagreement with each statement.
Participation in this questionnaire and this experiment is
voluntary. You may withdraw from the experiment or refuse to complete
this questionnaire at any time. We do, however, wish to thank you
for your participation thus far.
Your cooperation is greatly appreciated. All results and scores will remain confidential.
1.

There were clear, planned goals and objectives for me to follow
in completing the task.
AGREE

2.

DISAGREE

1

2

3

4

5

DISAGREE

5

4

3

2

1

DISAGREE

5

4

3

2

1

DISAGREE

1

2

3

4

5

DISAGREE

I knew how I was to be evaluated on how well I performed the
task.
AGREE

7.

1

I had to "feel my way" in performing the task.
AGREE

6.

2

I knew what my responsibilities were.
AGREE

5.

3

I knew that I had utilized my time properly.
AGREE

4.

4

There was a lack of policies and guidelines to help me complete
the task.
AGREE

3.

5

5

4

3

2

1

DISAGREE

I knew exactly what was expected of me.
AGREE

5

4

3

2

1

DISAGREE
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Perceptions of the Task - Continued

8.

I was told exactly how well I performed the task.
AGREE

9.

3

2

1

DISAGREE

5

4

3

2

1

DISAGREE

I had to perform the task under vague directions.
AGREE

11.

4

Explanation of what was to be done was clear to me.
AGREE

10.

5

1

2

3

4

5

DISAGREE

I did not know if my work was to be acceptable while performing
the task.
AGREE

1

2

3

4

5

DISAGREE
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